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Activity 1 – HR Development Programme Information 

In September 2019, in order to increase my knowledge of the Human Resource function, I 

started studying the CIPD Level 5 Diploma in Applied Human Resources. This is a Higher 

Apprenticeship qualification in HR Management and is equivalent to the second year of a 

university degree in the UK. 

The course is provided by the University of Wales Trinity St. David and is also forms part of 

an apprenticeship scheme run by Coleg Sir Gar.  

The course is delivered over two years and learning is divided between distance learning, 

monthly workshops held at Coleg Sir Gar Pibwrlwyd on a Wednesday between 09:30 – 

16:30 (refer to EV1) and on the job training. The course is divided into 16 modules, including 

5 core modules, 6 knowledge based and 5 competence-based modules (refer to EV2). Each 

module explains the purpose & aim of the module along with the learning outcomes (refer to 

EV3). 

Each module has one assignment or requires you to submit a port-folio of evidence which is 
assessed, and the result is pass/refer/fail. If you receive a refer, the assignment must be re-
worked in order to pass. All assignments must be passed in order to achieve the 
qualification. 
 
Resources for studying each module are available under the following: 
 

• Programme Handbook 

• The Learning Plan for each module 

• Timetable 

• Reading lists 

• Moodle 

• Student email 

• Library 

• Social media –Linked In, Facebook 
 
As mentioned, the qualification is obtained through a combination of learning methods. The 
total qualification time is approx. 900 hours, consisting of 450 hours guided learning and 450 
hours self-study. Guided learning hours (both off and on the job), classroom attendance and 
activities, self-study learning for preparation of assessments. The university has published a 
handbook to assist distance learners with their studies (refer to EV4 & EV5). 

 
The CIPD qualification is part of an apprenticeship scheme through B-wbl, which delivers 

work-based training in Wales. The apprenticeship scheme ensures learners have the 

support and opportunities required to study the qualification. Under the scheme a training 

adviser is assigned who will conduct regular reviews (every 56 days), workplace 

assessments, help with study needs, career planning and identify any support needs. (refer 

to EV6). Details of all reviews are recorded on the E-track system (refer to EV7). 

Whilst undertaking the qualification, I have become a student member of the University and 

Cole Sir Gar. Being a student member gives you access to host of online resources. The 

student Hwb (refer to EV8) which is full of information regarding the courses, contact details, 

IT helpdesk any help or assistance that maybe required throughout the duration of study.  
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Another important and very useful part of the university site is Moodle, this is a virtual 

learning platform used to assist teaching (refer to EV9). Moodle’s features allow students to: 

• access course materials 

• enables communication between students and tutors 

• support group tasks 

• upload online assessments with automatic marking and feedback facilities  

• displaying announcements e.g. lecture venue changed  

• submission of assignments electronically 

• administration of online surveys, such as module questionnaires.  

The online library and learning resource are also a useful tool, where you can access books, 

resources 24 hours a day in order to assist with assignments. The above are all available on 

the university website via quick links (refer to EV10). 

All information was explained clearly on the induction day at the college. An induction 

questionnaire was completed in order to ensure that all information had been covered 

regarding the course (refer to EV11). 

Becoming a student of the UWSTD means that the student code of conduct should always 

be adhered to. This sets out what is expected from students of the University and details 

what behaviour is unacceptable against people, property or the university. Any incidents of 

mis-conduct will be investigated and dealt with appropriately (refer to EV12). 

All programmes of study that lead to a qualification in CIPD require you to join the CIPD as 

student member (refer to EV13). CIPD membership gives you access to the latest Human 

Resource and learning and development information. It can also increase your professional 

credibility and assist with development tools, networking opportunities and discounts. On 

successful completion of the qualification, students can use AssocCIPD after their name. 

Being a member of the CIPD, which is a professional body for HR and people development, 
that champions better work and working lives means that all members (regardless of what 
stage a member is at) must adhere to the Code of Professional Conduct.  

These are divided into the following: 

• Professional Competence and Behaviour 

• Ethical Standards and Integrity 

• Representative of the Profession 

• Stewardship 

Any alleged breaches of the Code are taken very seriously. Allegations of misconduct are 

investigated and conduct procedures applied as set out in the CIPD’s Regulations available 

on the website (refer to EV14). 

 

 

 

 

 

            

            2 



 

 

EV1 – Programme Timetable & Structure 
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EV2 - Modules 
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EV3 – Module Aim & Learning Outcome 
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EV4 – Manage your Learning 

CIPD Diploma in Applied Human Resources 

Managing your Learning 

The CIPD Diploma in Applied Human Resources is a 90 credit qualification with a Total Qualification 

Time (TQT) of 900 hours. The TQT is the number of hours it is estimated that a candidate will take to 

complete a qualification from start to finish and includes guided learning hours, self-study, 

preparation and assessment (CIPD, 2017).  

Guided learning hours includes off and on the job learning. 

Off-the-job learning is characterised by formal or planned taught sessions (workshops) delivered by 

qualified training staff plus specified activities in your learning plan;    

On-the-job learning hours are those which enable the apprentice to demonstrate practical job-

related skills and to practice and apply these in the context of the job. This type of learning will take 

place in the workplace and is also specified in your learning plan.  

(Welsh Government, 2017) 

Self-study (also referred to as self-directed learning in CIPD documentation) – this is additional 

reading/other learning as chosen by you, to expand your knowledge and enable you to complete the 

assessments. Reading lists are provided for each module to help you with this.  

The table below shows how each module is structured in terms of credits, guided learning hours and 

self-directed learning.  
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How to manage your learning: 

The above means that you will need to manage your learning as follows: 

1. Attend the monthly workshops which form part of the guided learning hours. 

2. Complete activities in your learning plan (2-3 hours per week) which also form part of the 

guided learning hours. 

3. Read and prepare for your assessments (an additional 5-6 hours per week). 

 

The Business School 

12th September 2018 
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EV5 – Distance Learning 
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EV6 – Coleg Sir Gar Induction Handbook 
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EV6 – Coleg Sir Gar Induction Handbook (cont…) 
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EV7 - Etrack 

https://etrack.pembrokeshire.ac.uk/etrack 
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EV8 – Student Hwb 
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EV9 - Moodle 
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EV9 – Moodle (cont…) 
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EV10 – Online Resources 
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EV11 – Induction Questionnaire 
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EV12 – Student Code of Conduct 
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EV13 – CIPD Student Membership 

https://www.cipd.co.uk/membership/become-member/student 

 

 

 

 

 

 

 

            18 

https://www.cipd.co.uk/membership/become-member/student
https://www.cipd.co.uk/membership/become-member/student


 

 

EV14 – CIPD Codes of Conduct 
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Executive Summary 
 
The aim of this research report is to explain how the CIPD HRPM professional areas and 
bands define the HR profession and why the HRPM behaviours are essential to be an 
effective HR professional. 
 
Being a professional in any career is someone who undertakes their role to a high standard. 
This can be broken down into four areas or circles. Firstly, to be a professional you must be 
able to manage your own skills, knowledge and behaviour. To move to the next level of 
professionalism you must be able to manage groups and teams. The next level is to manage 
upwards by integrating plans and strategies. The final level is to manage across the 
organisation, by communicating effectively to influence line managers of the benefit of these 
strategies. 
 
The 2013 CIPD HRP map is designed and built with these ideas in mind. The CIPD 
membership levels also reflect this:  
Associate Level is consistent performance at Band 1, ready to move to Band 2 
Chartered Member is consistent performance at Band 2 ready to move to Band 3 
Chartered Fellow is consistent performance at Band 3, ready to move to Band 4. 
 
The majority of HR Professionals in the UK are members of the CIPD, which is the only 
professional body currently operating in the HR area (Taylor and Woodhams 2016). The 
CIPD sets out standards of conduct for the HR profession. 
 
The map can be used to improve performance and confidence, by helping individuals make 
decisions. Assessing and building on team capabilities, which leads to organisational change 
and improved performance. 
 
The metholodgy used in this report included the gathering of secondary and primary data. 
Secondary data was captured through literature review of the CIPD map and primary data 
through undertaking a self-assessment of the map in order to gain insight and understanding 
of the map, professional areas, behaviours, bands and the transition through the bands. 
 
Following this report recommendations will be made to all HR team members to assess 
themselves against the CIPD HRPM to identify any development needs in order to put a 
development plan in place for CPD purposes.  
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1.Introduction 
 
Since its launch in 2013, the CIPD Profession Map has set out standards for HR 
professionals around the world. Continual research and collaboration have ensured that the 
map is updated with what is required at each career stage of the most successful HR 
professionals. The map can be used as a tool by HR Professionals and organisations to 
build capability, credibility, achievements are recognised through professional qualifications, 
areas of success or areas requiring improvement are identified, which in turn help to define a 
great HR. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
            4 



 

 

2. Map design and use 
 
The following design principles were used when developing The Profession Map. 
The map identifies ten professional areas and eight behaviours, split over four bands of 
professional competence. It describes what activities you need to do, and knowledge 
required for each area across the four bands of competence. It describes the behaviours a 
HR professional needs to carry out their activities. Each behaviour is shown across the four 
bands of professional competence. The map is relevant to HR professionals at all levels and 
describes how to transition from one band to another throughout an individual career. 
 
Figure 1 CIPD HRPM, source, (2015) 

 
 
2.1 Individuals  
 
Individuals can benefit from using the map for CPD organisation and planning, appraisal 
preparation, preparation for CIPD membership, career progression, building a case for 
development, increase knowledge of the profession and interview preparation. 
 
2.2 Organisations 
 
Organisations can benefit by being able to identify skills required to make change happen, 
developing career pathways for teams and individuals, identify team’s capabilities and areas 
for development, focusing on behaviours needed for success, build a competency 
framework, role profiles, and development programmes. 
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3. New HR Profession Map 2018 
 
In 2018, the CIPD updated its profession map to reflect how the role of the HR professional 
will change in the future. 
 
Chief executive Peter Cheese said, ‘he wanted the new framework to help build confidence 
and trust in business and the profession and ultimately enable our wider purpose of 
championing better work and working lives. The world of work is changing fast. New roles, 
new skills and ways of working are emerging, along with different, more diverse 
organisational models – and with them, the role and capabilities of the people profession are 
changing too’ (Cheese / CIPD (2018). 
 
Figure 2 CIPD HRPM, source, (2018) 
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4. Professional Areas 
 
There are two core professional areas which sit at the centre of the profession and eight 
additional professional areas of the CIPD HRPM.  
 
4.1 Core Areas 
 
4.1.1 Insights, strategy and solutions 
 
Understanding the organisation and tailoring strategy and solutions to meet the needs of the 
organisation. 
 
4.1.2 Leading HR  
 
Support and develop others by acting as a role model to maximise contributions.  
 
4.2 Functional Areas 
 
4.2.1 Organisation design  
 
Ensure organisational design is appropriate to ensure maximum efficiency.  
 
4.2.2 Organisation development 
 
Identify individual and organisational skills to achieve targets, change cultures and 
behaviours.  
 
4.2.3 Resourcing and talent planning 
 
Ensure correct resourcing, talent to achieve immediate and future goals.  
 
4.2.4 Learning and development 
 
Create a learning culture to meet strategic requirements.  
 
4.2.5 Performance and reward 
 
Recognise employee skills, performance by reward schemes.  
 
4.2.6 Employee engagement 
 
Ensure employees are fulfilled by their work which encourages greater contribution. 
 
4.2.7 Employee Relations 
 
Ensure appropriate management underpinned by relevant law, procedures and culture.  
 
4.2.8 Service delivery and information 
 
Ensure customer focused service and meaningful analytics to improve business. 
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5. Behaviours  
 
Eight behaviours are identified by the HRPM that a HR professional needs to carry out their 
activities. There are both positive and negative aspects to each behaviour, however all are 
essential at some point for career development in order to be an effective HR professional  
 
5.1 Curious  
 
Seeks out new improved ways to add value to the organisation, by being open minded and 
inquisitive e.g. someone who wants seeks new improved ways of completing tasks. 
However, is focused on present and past, can fail to ask questions, often takes information 
at face value and rejects ideas without reflection.  
 
5.2 Decisive thinker 
 
Can analyse data/information quickly and use in a structured way in order to make  
decisions and recommendations e.g. someone who only focuses on their department. Can 
have a narrow focus, makes errors in analysing data and looks at symptoms not causes. 
 
5.3 Skilled influencer 
 
Has the ability to influence stakeholders in order to gain support and commitment e.g. 
researches and presents a new procedure. Does not take views of other into account or 
understand the impact on others. 
 
5.4 Personally credible 
 
Delivers expertise and professionalism that brings value to the organisation and 
stakeholders e.g. someone reliable who always ensures deadlines are met.  May apply HR 
knowledge without considering the organisational requirements, does not share expertise 
with others. 
 
5.5 Collabrative  
 
Brings diversity by including and working with a range of individuals both inside and outside  
the organistion e.g. working with different departments to introduce new procedures. 
However, can withhold information and expertise from others. 
 
5.6 Driven to deliver 
 
Resourceful and determined in order to always deliver the best for the organization e.g. 
when targets need to be met. Does not always prioritise and finds it difficult to meet 
changing deadlines. 
 
5.7 Courage to challenge 
 
Prepared to challenge others with confidence e.g. someone who is prepared to challenge 
management decisions, however can come across as stubborn and blames others if things 
go wrong. 
 
5.8 Role model 
 
Has integrity, independence and impartial views and leads by example e.g. someone who 
always considers the impact on others, however can act inconsistently and may not consider 
impact on others.          8 



 

 

6. Bands  
 
Four bands of professional competence define what contribution that HR professionals make 
during their career, by defining where time is spent, what relationship and service they 
provide and how the contribution they make is measured and skill balance. 
 
6.1 Band 1  
 
Is customer focused, effectively manages data and information and supports the 
administration process. Contribution measured by efficiency. Skill balance = behavioural 30, 
technical 70. 
 
6.2 Band 2  
 
Advises/manages individual or team issues by evaluating solutions. Measured by problem 
solving. Skill balance = behavioural 50, technical 50. 
 
6.3 Band 3  
 
Leads professional areas, addresses challenges by providing ideas, solutions. Measured by 
being part of leadership team. Skill balance = behavioural 60, technical 40.  
 
6.4 Band 4  
 
Leads the HR function by understanding the organisation and client’s needs and developing 
plans to suit these. Measured by being highly sought after. Skill balance = behavioural 80, 
technical 20.  
 
7. Transitions through the bands 
 
During an individual’s career they will progress though the bands, in order to do, so tasks will 
be relinquished by learning to trust others, focus turns to broader issues, communication 
skills, influencing skills are improved and relationships are built in wider circles. 
Understanding the organisation and industry. 
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8. Conclusions 
 
It is evident that the CIPD HRPM map is a useful tool in the career of all HR professionals. 
The areas, behaviours and bands, the map covers can identify development needs and aids 
an employee career development plan, enabling them to plan their CPD to become an 
effective HR Professional. 
 
9. Recommendations 
 
9.1 All members of the HR team undertake a self-assessment on the CIPD Professional Map 
to identify any personal development needs.  
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Activity 3 – Project Work 

A HR Professional must have the ability to manage projects effectively, regardless of how 

long or short the project may be. Projects can be split into five stages which must be 

completed, initiation, planning and design, execution, monitoring and controlling and 

completion. 

Working in a busy HR department in Mid & West Wales Fire & Rescue Service these skills 

are essential. 

In May 2019, I was a member of a team that worked on our relevant area as part of a major 

systems upgrade to the HR/Payroll system, Core HR that we currently use. The aim of the 

upgrade was to allow other modules of the system to be developed and used to their full 

potential e.g. onboarding (refer to EV1). This was the initiation stage of the project. 

The Core HR system that Mid & West Wales Fire & Rescue Service currently use, has a 

shared database system with South Wales Fire & Rescue Service, therefore this upgrade 

was relevant and had implications for both Services.  

At the start of the project myself, members of the South Wales Fire Service and the 

upgrades team at CoreHR negotiated and agreed a suitable start date and timeline of the 

project to fit around all essential tasks. The timescale of the upgrade plan meant that it 

covered the main processing and payment date of the both Services, as well as being over a 

main holiday period, which also included 3 Bank holidays (Easter & May Day) along with 

other annual leave commitments, meaning that it was essential that we worked together as a 

team in order to minimise any impact to Service delivery (refer to EV2). This was the 

planning and design phase of the project. 

Once agreed, a teamworks project group was then set up, detailing the stages of the project, 

tasks involved, timelines, details of where to access any guidance (refer to EV3). There was 

also an option to use a Gantt chart to monitor project progress (refer to EV4). 

My part during the project co-ordinate the project to ensure it was completed on time, test 

and verify that all current elements and modules, either functioned as per the current version 

or had improved functionality. The upgrade had to run alongside normal day to day activities 

in order to ensure the all financial transactions were processed and deadlines met to ensure 

payment was made on payday. 

My role involved running a full payrun cycle to a point, once I verified this and uploaded the 

relevant files, Core would then lock and clone the system into the version 27, they would 

then run the payroll in the new version, checks would then be made to identify any 

differences (refer to EV5). These were then sent to myself and my counterpart in South to 

check and confirm to Core what seemed to be the issue. The original system was then 

unlocked and day to day activities resumed. This was the execution part of the project. 

Alongside this, we also had to test all other functions of the system, if any issues that were 

discovered, then my role would be to raise a case with the upgrade team and work with them 

until the issue was resolved (refer to EV6). This would involve emails, phone calls, brain-

storming, checking and re-checking of the issue until fully resolved so that the case could be 

closed. Depending on what the issue was decided if it was a blocker to the go live date. The 

team would have weekly and then daily conference calls in order to go through the issues 

raised and try to put potential remedies in place ready for the go live date. This was the 

monitoring and controlling part of the project. 
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The main live pay run had to be processed and completed early in order to fit into the project 

timescale. Once this was completed, I was required to upload files to teamworks which Core 

would use to check again against the new version (refer to EV7). The system was then 

locked and cloned again into the new version in order to carry out another parallel run to 

check that the issues raised in the first parallel run did not reoccur and to also see if any new 

issues arose, following the input of a huge amount of temporary data. Again, any issues 

found had to be dealt with swiftly for the system to be released back to all users. 

All deadlines were met, and the project was an outstanding success for all participants, the 

system was now at a stage that enabled future development to be undertaken successfully, 

a win-win outcome for all (refer to EV8). This was the completion stage of the project. 

The project meant that not only did Mid & West colleagues have to work together as a team, 

but also South Wales colleagues along with members of the upgrades team and customer 

service representatives from Core also had to collaborate in order to ensure the project met 

the deadlines.  

In order to ensure that this project was a success, it meant that it was essential that the five 

stages of project management were adhered to, initiation, planning and design, execution, 

monitoring and controlling and completion. My ability to be able to plan and monitor the 

project throughout, analyse and resolve problems quickly especially at critical times, the use 

of De Bono’s 6 thinking hats came in useful when trying to resolve any issues that arose. 

The data had to be considered, who would it effect, the consequences, negative and 

positive, then think creatively in order to come up with resolutions and be organised when 

applying these. I also had to manage my own time and other time in order to ensure the 

normal payrun was completed on time as well as the parallel runs and testing the new 

version of the system. 

It is also important that HR professionals are successful at influencing others in order to 

bring about organisational change. According to Yemm (2008) effective influencers should 

have knowledge, expertise, be empowered, friendly, have vision, and the ability to network 

and bargain. Therefore, my ability to be able to negotiate, influence and persuade others in 

decisions was key, especially in instances where they didn’t fully understand the 

consequences e.g. if issues identified with pension contributions were not resolved, what 

were the consequences, if the payroll wasn’t completed by the deadline, what would happen 

etc, therefore relying on expertise and experience was essential. 
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EV1 – Project Launch 
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EV1 – Project Launch (cont…) 
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EV1 – Project Launch (cont…) 
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EV2 – Go Live Project Plan 
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EV3 – Teamworks 
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EV3 – Teamworks (cont….) 

 

 

 

 

 

 

 

 

            8 



 

 

EV3 – Teamworks (cont….) 
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EV4 – Gantt Chart 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

            10 



 

 

EV5 – UAT environment reconciliation 

 

 

 

 

 

 

 

 

            11 



 

 

EV6 – Issues Identified, cases raised, resolved & closed 
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EV6 – Issues Identified, cases raised, resolved & closed (cont….) 
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EV7 – Go Live File Upload 
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EV8 – Project Handover 
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Executive Summary 
 
The aim of this research report is to explain the concept of team dynamics, political 
behaviour in organisations and how it can impact on the achievement of organisational 
objectives. 
 
Teamwork is an essential part of any department or organisation. Being part of a team, 
employees feel a sense of purpose and working towards a common goal can increase 
productivity levels. Teams are dependent on individual and group contributions. Ensuring the 
team consists of the right role profile can aid an organisations recruitment and retention. 
 
People working in an effective team feel the working atmosphere is better due a sense of 
camaraderie, less pressure as tasks are shared which result in improved morale and 
increased job satisfaction. A truly strong team welcomes external viewpoints and criticisms, 
and ensures it stays in touch with its customers, stakeholders and markets, by avoiding 
complacency.   

Engaging with team members, by asking their thoughts and ideas can lead to improved 
creativity, leading to improved job satisfaction, which in turn can help meet the organisations 
objectives. It is important that HR professionals are successful at influencing others in order 
to bring about organisational change. Team building exercises can highlight how taking 
responsibility and providing responsibility are both critical contributors in team performance. 

Although conflicts will arise on occasions, it is important for HR professionals to acquire 
teamwork skills, be aware of the features of an effective team and how to deal with any 
conflicts that arise. This will assist in ensuring an effective team is developed, leading to 
increased organisational performance. 

Organisational politics is found in most organisations where individuals seek personal gain by 
aligning themselves with key individuals and trying to influence decisions. Politics can have a 
positive effect (collaborative) or a negative effect (destructive and competitive) on the 
organisation. Negative effects lead to a decrease in productivity due to low morale, increased 
turnover, increased stress levels. Positive effects can be improved relationships between 
individuals, decision making can be less formal which can lead to organisational change. 
 
Examples of successful teams are care homes, hospital and surgical teams where it is 
essential that members work together in order to achieve the best possible outcome. In a 
surgical team each member has their own responsibilities and must work together 
collaboratively in order to make effective decisions, to achieve safe surgical care i.e. a win-
win situation. 
  
Personally, I feel that I am part of a successful team where our goal each month is to process 
the payroll accurately and on time. Being responsible for the payment to 1350 employees, 
involves all three members of the team undertaking their relevant roles, working together, for 
the BACS to be processed by the tight deadline each month. This involves clear 
communication, covering any absences, asking for or assisting when necessary, or dealing 
with any unexpected issues along the way. 
 
I was also recently a member of a project team a few months ago, working on a major system 
upgrade on the HR/Payroll system that the Service utilises. 
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The metholodgy used in this report included the gathering of secondary and primary data. 
Secondary data was captured through literature review of team structure and dynamics and  
primary data through undertaking a self-assessment as a team-member in order to gain 
insight and understanding of the team roles. 
 
Following this report recommendations will be made to Heads of Departments and team 
leaders in the organisation to undertake team role questionnaires to identify roles of team 
members and identify any gaps which can be filled by putting the appropriate development 
plan in place. 
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1. Introduction 
 
Teams naturally occur in organisations and are when a set of individuals have complimentary 
skills and work towards the same goal. (Watson and Reissner 2014). 
 
Professionals in all organisations, including HR professionals must be able to work effectively 
with colleagues, not only in their own function but individuals across the whole organisation. 
This is crucial in order to maintain productivity and motivation. 
 
According to Huczynski and Buchanan (2010), teams can include: 

• advice teams 

• action teams 

• project teams 

• production teams 
 
Structure and size of teams can vary significantly, and HR professionals may be a member of 
many different teams working with a range of stakeholders simultaneously. 
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2. Features of effective teams 

2.1 Identity 

Effective teams have a clear identity, this can include name, uniform, colour scheme, 
meeting place. 

2.2 Shared values 

In successful teams, members share similar values and work towards a common goal/task. 

2.3 Complementary skills 

Each team members skill set is recognised and valued, all members are included and have 
a sense of responsibility. 

2.4 Complementary roles 

According to Belbin’s well-known theory, there should be a balance of key roles e.g. 
completer-finisher, shaper. Too many of the same role, or gaps, will affect the team’s 
performance. 

2.5 Leadership 

Effective teams have clear leadership, this does not always mean a clear leader, some 
teams can be self-managing.   

2.6 Roles and responsibilities 

Team members accept responsibility for their role/contribution but also have collective 
responsibility. Knowing who is responsible for what in terms of task completion ensures 
target are met. 

2.7 Ground rules 

A set of ground rules provides team discipline. How it deals with internal conflict, decisions, 
tasks, enables the team to function effectively. 

2.8 Celebrate success 

A strong team should celebrate its successes, this reaffirms the team’s identity and shows 
strength and unity to others. 
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3. Group Dynamics 

HR professionals need to understand the presence of different individuals to create an 
effective team. Kurt Lewin noted that ‘group dynamics describes the effects of these roles 
and behaviours on other group members, and on the group as a whole’ (Mind Tools). 

As mentioned earlier, Belbin discovered teams consisting of many people with the same 
strength do not perform well, therefore a mix of roles helps create an effective team, he 
grouped these into three orientated roles. 

3.1 Action-oriented roles  
 
3.1.1 Shaper 
Encourages the team to improve, is goal focused and thrives on pressure, however can offend 
individuals. 
 
3.1.2 Implementer  
Is a doer, turns ideas into action, but can be inflexible and slow to respond to new ideas. 
 
3.1.3 Completer finisher 
Conscientious, ensures timely completion, has an eye for detail, however can be reluctant to 
delegate and is a worrier. 
 
3.2 People-oriented roles 
 
3.2.1 Coordinator 
Effectively delegates, is confident, able to identify talent, however can be manipulative. 
  
3.2.2 Team worker  
Diplomatic, helps build harmony in a team, co-operative, however avoids confrontation and 
can be indecisive. 
 
3.2.3 Resource investigator 
Outgoing and enthusiastic but can lose interest quickly once the initial enthusiasm has passed.  
 
3.3 Thought-oriented roles 
 
3.3.1 Plant 
Presents new ideas and approaches, however can be a poor communicator. 
 
3.3.2 Monitor-evaluator 
Are objective and analyses options but lacks ability to inspire others. 
  
3.3.3 Specialist 
Provides specialised knowledge and skills but can be narrow minded and too technical. 
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4. Team development  
 
It has been long established that teams go through predictable developmental stages. One of 
the best-known models of this is Tuckman’s (1965) five stage model of forming, storming, 
norming, performing and adjourning. This model shows that the path taken is not always a 
smooth process.  
 
Figure 1 Tuckman’s Model, source, mspguide.org 

 

5. The importance of team building exercises 

‘Team building can play a huge part in strengthening a corporate culture and a great tool in 
achieving an efficient organisation. It can balance the five key elements of a productive 
team: leadership, roles, goals, policies, procedures, and relationships’ (HRM May 2017). 

Team building exercises provide invaluable insight into how employees perform together, 
tasks can be set with organisational objectives in mind. It's an opportunity to engage with 
employees regarding ideas for improvement. This sense of unity means employees are less 
likely to leave the organisation. Conflicts that arise on occasions, can be managed through 
team building activities designed to enhance relationships.  

Taking people out of their comfort zone encourages them to work together in different ways, 
improving problem solving skills which is transferrable to the work environment. Morale can 
be improved by removing the usual role segregation by bringing together people that may 
not normally work closely together. Team building exercises can bring fun to the workplace 
and research has shown that higher productivity can be achieved when fun is involved. 
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6. Key management skills 
 
Aspiring managers must have the necessary skills to facilitate the team’s potential. 
 
6.1 Influencing 

According to Yemm (2008) effective influencers should have knowledge, expertise, be 
empowered, friendly, have vision, and the ability to network/bargain.  

6.2 Negotiating 

The purpose of negotiation is to reach an agreement on a course of action. A ‘win-win’ 
outcome is the best result, however there must be a degree of compromise on both levels. 

6.3 Conflict Resolution 

Conflict is inevitable in teams on occasions, the Thomas-Kilmann model of conflict resolution 
identifies five options of managing. 

Figure 2 Thomas-Kilmann Model, source, Kilmanndiagnostics.com 

 
 

6.3.1 Competing 

An assertive and un co-operative approach is taken, defending your position and standing 
up for your rights. 
 
6.3.2 Accommodating 

An unassertive and co-operative approach, selfless generosity or giving in to another’s point 
of view. 
 
6.3.3 Avoiding 

An unassertive and un co-operative approach, possibly sidestepping or postponing an issue, 
or simply avoiding the situation. 
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6.3.4 Compromising 

To some extent both assertive and co-operative by seeking the middle ground. 
 
6.3.5 Collaborating 

The belief it is possible for both sides to have a win-win situation, a willingness to listen and 
being creative in solutions. 
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7. Organisational politics 

According to Horn (2009) organisational politics are ‘Taking a particular view or position with 
the intention of personally gaining from that position’. 

Organisational politicians are people who get things done by identifying stakeholders and 
aligning their image with people with power. By networking and making deals to support others 
where there is a mutual benefit. Often information is withheld recognising that knowledge is 
power. Decisions are often made before meetings take place in order to influence weaker 
people during negotiations.  

Elements of organisational politics exist in any organisation, however to keep politics at an 
acceptable level, organisations should be transparent in its management, ensuring issues are 
debated fully, differences of opinion dealt with and disagreements depersonalised. Acting 
politically sensitively by understand how things are done, who makes key decisions, what is 
going on behind the scenes, are there any hidden agendas. 
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8. Conclusions 
 
Complexity of human interactions means there is still a long way to go to create a consistent, 
reliable and effective team, however having a team consisting of a diverse range of individuals 
with different skills, knowledge and life experiences will always be an asset to any 
organisation. Therefore, understanding team dynamics, identifying any development needs 
and effectively dealing with conflict is essential in developing professional practice. 
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9. Recommendations 
 
9.1 Recommendation 1 
 
Complete a Belbin team type questionnaire to assess team members roles. 
 
9.2 Recommendation 2 
 
Introduce regular team building exercises. 
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Activity 5 – Development needs  

As part of my qualification in Applied Human Resources, I undertook a self-assessment on 

the CIPD HR Profession Map in order to assess and identify my development needs. The 

aim of this was to be able to apply CPD techniques to devise, implement and review a 

development plan. CPD is important as the business world is continuously changing, by 

enhancing my knowledge and expertise I can ensure my CPD is kept up to date. 

I will manage my development needs through a variety of methods, including formal study, 

seminars, networking events, work shadowing. A learning log will also be useful to keep in 

order to undertake a structured approach to my development needs. This will enable me to 

reflect on my learning events. By working on my development needs it will assist me in my 

role in the HR department of Mid & West Wales Fire and Rescue Service by gaining an 

understanding of the wider picture. 

Following the development needs identified on the Profession Map, I have chosen the 

following areas to develop: 

1. Understanding the resourcing and talent management process, which falls under one 

of the professional areas of the map. Under my role in in payroll I am involved in the 

employee life cycle from a certain stage e.g. once individuals have been selected, 

however I do not have much involvement in the recruitment process beforehand and 

would like to gain a better understanding of what the full process is, prior to the 

enrolment details being passed to payroll. I will do this by reading up on the relevant 

literature on the subject, speaking to and shadowing my line manger on the 

recruitment process, researching other organisations approaches etc. 
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2. A second development need identified that I would like to develop, is the ability to 

analyse data and trends, which falls under insights, strategy and solutions area of the 

profession map. I would like to understand how the data is collected and analysed to 

identify trends, how these assists in decision making and how that impacts the 

organisation. This will involve the use of reporting tools, discussions, shadowing. 
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3. The third development falls under the under the curious behaviour section of the 

map. Employment Law & legislation is an ever-changing area and I would like to 

enhance my understanding of this and any changes or forth coming legislation. 

Understanding will not only assist my role but also ensuring that the organisation 

complies with current legislation. This may involve attending work groups, seminars, 

shadowing. 
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My Development Plan

 

 

My Perferred Learning Style 

As part of my learing plan, I also undertook a Learning style questionaire (Honey & 

Mumford) in order to identify what my learning style is. The results showed as the following: 

Reflector = 20 – very strong preference 

Theorist = 17 – very stron preference 

Pragmatist = 15 – strong preference 

Activist = 4 – low preference 

I agree with the above results as I do tend to stand back and observe and have a calm and 

cautious approach. I like to listen to others and like to complete tasks in a logical step by 

step rational approach.  

 

 
 
 
 
 
 
 
            4 



 

 

LEARNING STYLES QUESTIONNAIRE 
(Honey & Mumford - revised 1986) 
 
This questionnaire is designed to find out your preferred learning style(s). Over the years you have 
probably developed learning 'habits' that help you benefit more from some experiences than from others. 
Since you are probably unaware of this, this questionnaire will help you pinpoint your learning 
preferences - so that you are in a better position to select learning experiences that suit your style. 
 
There is no time limit to this questionnaire. It will probably take you 10-15 minutes. The accuracy of the 
results depends on how honest you can be. There are no right or wrong answers. If you agree more 
than you disagree with a statement put a tick by it (/). If you disagree more than you agree put a cross 
by it (x). Be sure to mark each item with either a tick or cross. 
 
 
1.  I have strong beliefs about what is right and wrong, good and bad. √ 

 
2.  I often act without considering the possible consequences. x 
 
3.  I tend to solve problems using a step-by-step approach. √ 

 
4.  I believe that formal procedures and policies restrict people. x 
 
5.  I have a reputation for saying what I think, simply and directly. x 
 
6.  I often find that actions based on feelings are as sound as those based on careful thought 

and analysis. x 
 

7.  I like the sort of work where I have time for thorough preparation and 
implementation. √ 

 
8.  I regularly question people about their basic assumptions. x 

 
9.  What matters most is whether something works in practice. √ 

 
10.  I actively seek out new experiences. √  

 
11.   When I hear about a new idea or approach I immediately start working out how 

to apply it in practice √ 
 

12.   I am keen on self discipline such as watching my diet, taking regular exercise, 
sticking to a fixed routine, etc. x 

 
13.   I take pride in doing a thorough job. √ 

 
14.   I get on best with logical, analytical people and less well with spontaneous, 

'irrational' people. √ 
 
15. I take care over the interpretation of data available to me and avoid jumping to 

conclusions. √ 
 
16. I like to reach a decision carefully after weighing up many alternatives. √ 
 
17. I'm attracted more to novel, unusual ideas than to practical ones. x 
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18. I don't like disorganised things and prefer to fit things into a coherent pattern. 
√ 

 
19. I accept and stick to laid down procedures and policies so long as I regard 

them as an efficient way of getting the job done. √ 
 

20. I like to relate my actions to a general principal. √ 
 

21. In discussions I like to get straight to the point. x 
 
22. I tend to have distant, rather formal relationships with people at work. x 
 
23. I thrive on the challenge of tackling something new and different √ 

 
24. I enjoy fun-loving, spontaneous people. x 
 
25. I pay meticulous attention to detail before coming to a conclusion √ 
 
26. I find it difficult to produce ideas on impulse. √ 

 
27. I believe in coming to the point immediately. x 

 
28. I am careful not to jump to conclusions too quickly. √ 
 
29. I prefer to have as many sources of information as possible - the more data to 

think over the better. √ 
 

30. Flippant people who don't take things seriously enough usually irritate me. √  
 
31. I listen to other people's points of view before putting my own forward. √ 

 
32. I tend to be open about how I'm feeling. x 
 
33. In discussions I enjoy watching the manoeuvrings of the other participants. √ 
 
34. I prefer to respond to events on a spontaneous, flexible basis rather than plan 

things out in advance. x 
 

35. I tend to be attracted to techniques such as network analysis, flow charts, 
branching programmes, contingency planning, etc. √ 

 
36. It worries me if I have to rush out a piece of work to meet a tight deadline. √ 
 
37. I tend to judge people's ideas on their practical merits. √  
 
38. Quiet, thoughtful people tend to make me feel uneasy. x 
 
39.     I often get irritated by people who want to rush things. √ 

 
40. It is more important to enjoy the present moment than to think about the past 

or future. √ 
 

41. I think that decisions based on a thorough analysis of all the information are 
sounder than those based on intuition. √ 
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42. I tend to be a perfectionist. √ 
 

43. In discussions I usually produce lots of spontaneous ideas. x 
 

44.     In meetings I put forward practical, realistic ideas. √ 
 
45. More often than not, rules are there to be broken. x 

 
46. I prefer to stand back from a situation and consider all the perspectives. √ 

 
47. I can often see inconsistencies and weaknesses in other people's arguments. √ 

 
48. On balance I talk more than l listen. x 

 
49. I can often see better, more practical ways to get things done. √ 

 
50. I think written reports should be short and to the point. √ 

 
51. I believe that rational, logical thinking should win the day. √ 

 
52.   I tend to discuss specific things with people rather than engaging in social 

discussion. √ 
 
53. I like people who approach things realistically rather than theoretically. √ 
 
54. In discussions I get impatient with irrelevancies and digressions. √ 
 
55. If I have a report to write I tend to produce lots of drafts before settling on the 

final version. √ 
56. √I am keen to try things out to see if they work in practice. √ 
 
57. I am keen to reach answers via logical approach. √ 
 
58. I enjoy being the one that talks a lot. x 
 
59. In discussions I often find I am the realist, keeping people to the point and 

avoiding wild speculations. √ 
 
60. I like to ponder many alternatives before making up my mind. √ 
 
61. In discussions with people I often find I am the most dispassionate and 

objective. √ 
 
62. In discussions I am more likely to adopt a ‘low profile’ than to take the lead and 

do most of the talking. √ 
 
63. I like to be able to relate current actions to a longer term bigger picture. √ 
 
64. When things go wrong I am happy to shrug it off and ‘put it down to 

experience’. √ 
 
65. I tend to reject wild, spontaneous ideas as being impractical. √ 
 
66. It’s best to think carefully before taking action. √ 
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67. On balance I do the listening rather than the talking. √ 
 
68. I tend to be tough on people who find it difficult to adopt a logical approach. × 
 
69. Most times I believe the end justifies the means. √ 
 
70. I do not mind hurting people’s feelings so long as the job gets done. x 
 
71. I find the formality of having specific objectives and plans stifling. x 
 
72. I am usually one of the people who puts life into a party. x 
 
73. I do whatever is expedient to get the job done. √ 
 
74. I quickly get bored with methodical, detailed work. x 
 
75. I am keen on exploring the basic assumptions, principles and theories 

underpinning things and events. √ 
 
76. I am always interested to find out what people think. √ 
 
77. I like meetings to be run on methodical lines, sticking to laid down agenda, etc. 

√ 
 
78. I steer clear of subjective or ambiguous topics. √ 
 
79. I enjoy the drama and excitement of a crisis situation. x 
 
80. People often find me insensitive to their feelings. x 

 

    (Honey and Mumford 1986) 
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LEARNING STYLES QUESTIONNAIRE - SCORING 
(Honey & Mumford 1986) 
 
You score one point for each item you ticked. There are no points for items you crossed. 
Simply indicate on the lists below which items were ticked. 
 

 2 
4 
6 
10 
17 
23 
24 
32 
34 
38 
40 
43 
45 
48 
58 
64 
71 
72 
74 
79 

7 
13 
15 
16 
25 
28 
29 
31 
33 
36 
39 
41 
46 
52 
55 
60 
62 
66 
67 
76 

1 
3 
8 
12 
14 
18 
20 
22 
26 
30 
42 
47 
51 
57 
61 
63 
68 
75 
77 
78 

5 
9 
11 
19 
21 
27 
35 
37 
44 
49 
50 
53 
54 
56 
59 
65 
69 
70 
73 
80 

TOTAL 4 20 17 15 

 Activist Reflector Theorist Pragmatist 
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Ring your scores on this chart and join up. 
 

Activist Reflector Theorist Pragmatist  

20 
19 
18 
17 
16 
15 
14 
13 

20 
 
 
19 
 
 
 
18 

20 
 
19 
 
18 
 
17 
16 

20 
 
19 
 
18 
 
17 

 
 
Very strong preference 

12 
 
11 

17 
16 
15 

15 
 
14 

16 
 
15 

Strong preference 

10 
9 
8 
7 

14 
13 
12 

13 
12 
11 

14 
13 
12 

Moderate preference 

6 
5 
4 

11 
10 
9 

10 
9 
8 

11 
10 
9 

Low preference 

3 
 
2 
 
1 
 
0 

8 
7 
6 
5 
4 
3 
2 
1 
0 

7 
6 
5 
4 
3 
2 
1 
0 

8 
7 
6 
5 
4 
3 
2 
1 
0 

 
 
 
Very low preference 
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